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Task 1 – What it means to be an HR Professional
The CIPD Profession Map is a tool that is created by the profession with the aim of establishing and measuring key areas in HR at all levels and provide a pathway to develop individuals and the organization. The tool achieves this by comparing current standards with a blend of ten professional areas, eight behaviors, and at four bands of competence (Davies, 2017). Essentially, the map ticks off the capabilities of an individual at the current time and provides guidance on what the individual needs to do so as to reach the next level towards where they want to be in the future. According to Davies (2017), the CIPD Profession Map sets out standards for HR professionals around the world, which includes the activities, knowledge, and behaviors that are necessary for their success. 
The modern HR professional is required to have a blend of skills, behaviors, and knowledge in order to be effective in an organization. For these professionals, it is not enough to be good at one thing specifically while one struggles in other areas (Beatty and Queen’s, 2019). The profession map is a great tool that has been proven to help them ensure they can identify the areas they need to improve and how they can approach the task of improving themselves. Therefore, the profession map enhances their learning and development as long as they remain in the industry (Beatty and Queen’s, 2019). It also helps them perform to the best of their ability, and, through this, they can get the most out of themselves for their own and the organization’s benefits. The organizations also benefit from the profession map by being able to assess the skillsets of their staff and being able to select the best suited individuals to perform specific tasks (Beatty and Queen’s, 2019). 
There are many ways to define or explain what it means to be a HR professional, but the term professional refers to an individual who is governed by rules and regulations to provide services aimed at achieving the objectives of the organization in which he or she works. The professional has dual responsibilities for the organization and its employees (Griggs and Allen, 2018). This is the individual who is tasked with operating as a bridge between the employees and the organizational management and this can be in various capacities including a departmental representative, a labor officer, or an advocate because they are also well versed with policy matters. Indeed, an HR professional should not compromise on policy matters since these are designed in a way that protects the organization’s objectives and image (Griggs and Allen, 2018). 
Organizational policies are also designed to provide opportunities for learning and development to the organization’s employees. HR professionals understand how the policies work and the best ways to make them more effective to achieve the goals of the organization without harming employee welfare (Beatty and Queen’s, 2019). For this reason, these are the individuals who should watch all the administrative and organizational activities in order to maintain discipline in the organization. Since they are specialized in managing human resources in their organizations, HR professionals need to be intelligent and have the attitude that enables them to follow the HR functions without causing a breakdown in the employee-employer relationship (Beatty and Queen’s, 2019).
Task 2: HR Operations at Tesco plc
Tesco plc is a British multinational and general merchandise retailer with its headquarters in Welwyn Garden City, England. The company was founded in 1919 as a group of market stalls by Jack Cohen in Hackney, London. By 2020, the company had about 7,005 shops and about 423,092 employees (Rosnizam et al., 2020). The company is ranked as one of the best places to work in the United Kingdom. This provides an insight into the successful human resource management and policies at the company. The company’s main aim for HR team and operations is to improve the skills and caliber of their employees at all stages so that these employees can be able to deliver as much as they can to the company (Rosnizam et al., 2020). The company ensures that the employees optimize their full potential and give their best to achieve the company’s organizational goals. To do this, the company’s HR team offers an effective structure and culture to enable the employees meet their obligations and the organization to achieve its goals (Rosnizam et al., 2020).
The planning phase and strategy for the company’s HR operations lays down the whole idea of what the company wants from its HR department. This is a function for the organization that is intended to strike a balance between the healthy relationship between the company’s management and its employees. The primary focus of the company’s HR department is to make the employees feel wanted and appreciated at the company while also focusing industrial integration and relations between Tesco and other companies. The role of HR management, from recruitment to customer retention at the organization is carried out by the HR department (GulyAs, 2007). The management of the organization understands that a well-established HR department will ensure the balance between the employer and the employees, while also maintaining equality among all employees in the organization. Such a department would be vital for the company to achieve its objectives since equality in the treatment of employees by the management determines how much they are willing to offer to the company as well as the overall morale at the workplace (GulyAs, 2007).
The company ensures that its HR policies are friendly to its employees and that these are implemented in the most suitable ways to all employees. However, while the policies have to be friendly and supportive to the company’s employees, they also have to be implemented in a firm way that helps the company meet its organizational objectives. For this reason, the company’s HR department strategizes and operates in an impartial way as the bridge between the company and the employees (Venkateshan, 2010). Through this, it is possible for the company to resolve any issues with the employees before they grow to become a serious problem to the company. Swift resolution of employee issues helps avoid possible domino effects of such issues and thus, the company escapes without serious impacts on its overall performance. Essentially, such issues also give the HR department an insight into what underlying matters need to be resolved for the company to be successful (Venkateshan, 2010). 
The HR department is tasked with planning and preparing the policies at the company in such a way that both parties, the employees and the employer, benefit from their relationship. However, one of the most important tasks of the HR department is recruitment and selection. Recruitment refers to the process by which potential applicants to the company’s vacant positions are searched for and how the company encourages or invites them to apply for such vacancies (Venkateshan, 2010). On the other hand, selection refers to the process through which the applicants are shortlisted and chosen from the many applicants to fill the vacant positions. Hiring the most suitable employees is one of the factors that affect the success of the company in its mission and objectives, and, therefore, the HR department at Tesco has a significant role to play in this regard (Venkateshan, 2010).
The process of recruiting and selecting employees at the company is highly regarded at Tesco because the management is aware of the impact that recruiting and selecting the right people for the job has on the company’s productivity. The company approaches this process with caution and a lot of attention is given to ensuring that the company employs only the right people for the vacancies available (Akila, Vasantha and Thirumagal, 2019). This is a significant challenge for the company because it has a wide variety of tasks that employees need to undertake once they are selected for employment, hence the amount of care dedicated to the process. The process for Tesco begins with advertising the job vacancy. The company, through the HR department, first identifies the positions in the company that need to be filled (Akila, Vasantha and Thirumagal, 2019). Once the vacancies have been identified, the HR department then lists the requirements that potential applicants need to have for them to be considered for the job. This list details the qualifications and skills that potential applicants should have for every empty position that needs filling, then the advertisement is published through different media to communicate it with the public. Tesco advertises its vacancies through magazines, television, newspaper, and the internet (Akila, Vasantha and Thirumagal, 2019).
Once the vacancies have been published through the advertisement, the company’s HR department receives the applications from interested people. The applications are made through the company’s website as well as emails to the HR manager. These applications are checked when the application deadline elapses and the HR department makes a shortlist of the applicants based on the skills and qualifications indicated on their resumes and CVs (Awadari and Kanwal, 2019). The shortlisted applicants are first taken through a telephone interview by the HR manager. This interview generally takes about 10 to 15 minutes and the manager asks the applicant about their educational qualifications, previous job experience, the applicants’ rights to work in the UK, among other things that are necessary for policy and employment regulations in the country (Awadari and Kanwal, 2019).
The HR manager and the department shortlists the applicants further based on the telephone interview. The applicants who are deemed to have performed well in the telephone interview are selected and asked to appear at the store for a face-to-face interview with the HR manager and the panel. In this interview, the panel normally goes over questions that have to do basic customer services, their knowledge of the company, their qualifications, and their vision within the company among other generally covered topics in a job interview (Awadari and Kanwal, 2019). The final interview leads to a further scaling down and more selection is done to the final applicants who are offered the job. These individuals are given their specific dates to join the company and they are notified this through a joining letter from the HR department. The individuals have to be taken through induction and training when they report to the job for them to be able to work in the company (Awadari and Kanwal, 2019). 
The HR department is also tasked with arranging for and taking the newly recruited employees through induction and training. In this regard, induction refers to the procedure through which new employees are introduced to the organization and are shown what and how things should be done in the organization. Induction and orientation are vital in this organization as they help get the new employees up to speed with the organization’s operations and enables them to not only work within the new environment but also understand their specific roles in the organization (Awadari and Kanwal, 2019). This is an essential step in ensuring that the company gets the most out of all its employees from the start of their careers at the company, which also goes hand in hand with the organization’s primary goals of human resource management which entail getting the most out of the company’s employees while also providing them with opportunities for growth and development. 
Successful organizations are dependent on the talent of the workforce they hire. When the HR department is able to recruit, select, and hire the right employees, the company has a greater chance to succeed in its industry. Beyond planning for the company’s HR policies, recruiting, and selecting potential employees, and inducting them when they are hired, Tesco’s HR department prioritizes training and development of all its employees. The company has various development programs that are designed to make the employees more updated and to develop their skills as they work for the company (Akila, Vasantha and Thirumagal, 2019).
In conclusion, Tesco plc is a retailer in the United Kingdom with a large number of stores and employees. The company is dependent on its HR department for recruitment and selection of its employees. The HR department is tasked with planning and executing the company’s policies regarding its employees. For the department to be successful, the HR department requires to use the CIPD Profession Map to guide them towards being successful as professionals and for them to benefit the organization. The profession map is a tool that enables them to diversify their skillsets and widen their knowledge base in relation to the tasks allocated to them in their work.
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